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CEAPTER I 
INTRODUCTION 
The new staff nurse is of particular concern to a public health 
agency. Y1lhether she has just completed her basic nursing education or 
whether she is coming from one public health agency to another, there 
is a growing awareness of the necessity to consider the needs of the 
1 
worker. The nurse whose background in public health has been limited ~ 
to her period of field instruction, finds she has to re-orient her 
thinking to give service and to assume more responsibility within the 
agency and community. 
There are many differences between public health and hospital 
nursing. For example, care is given in the home where adjustments have 
to be made in the use of equipment and supplies. Of more importance, 
the unit of service is the family rather than the individual. :Many 
nurses who have limited experience with well children and adults find 
that giving service in this direction is an integral part of their work 
in public health. Institutional nurses are concerned with the preven-
tion of illness, the maintenance of health, ana rehabilitation, but the 
nurse in the community is involved in these matters to a greater 
degree. She finds much of her service involves teaching individuals 
and groups, more so than the hospital nurse. 
lMyrtle 0 1Boyle, A Study of Practices in Orienting Staff Nurses 
(New York: National League for Nursing, 1956), p. 1. 
1 
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For those nurses already experienced in public health, the 
differences to be faced in transferring to a new agency may include 
agency program, policies, and variations in community resources. MOre-
over, cultural, socio-economic, and educational levels of the new 
community may be unlike those in their previous experiences. 
It is sound policy for the employing agency to help the new 
nurse get a good start by assisting her vdth her more pressing problems 
at this time, since pre~service education cannot adequately prepare 
members of a professional staff for all of their responsibilities. 
This is well expressed by Brovm who says: 
Vle have come to realize that there are few people indeed 
who are fully competent to step into a new job and perform 
effectively without some assistance. No matter how much 
previous training or experience a worker may have had, 
there are alv1ays different circumstances~ working condi-
tions, work methods, tools or regulations that must be 
taken into consideration. You should realize that to put 
a new employee on the job without c:::.reful, planned in-
struction is to ~nvite trouble for the worker, yourself, 
and the company. 
A vrell-planned orientation program recognizes the relationship 
betwBen the adjustment of the nurse and the quality of the service 
rendered,3 and attempts to lay the foundation for this at the 
2l\1ilon Brown, Effective Supervision (New York: The Macmillan 
Company, 1957), P• 140. 
3orBoyle, op. cit. p. 1. 
., 
3 
beginning of the appointment of the nurse. 
Statement of the Problem 
This study is designed to evaluate the effectiveness of the 
orientation program in meeting the needs of the new staff nurse in 
The Visiting Nurse Association of Bridgeport, Inc. An attempt will be 
made to answer the following questions: 
1. .A:re the methods used in the orientation program effective? " 
2. Of the methods used, which are the most effective? 
3· What are some of the problems of the new nurse? 
4. What person in the agency is providing guidance in 
helping the new nurse handle these problems? 
5· Is the agency fulfilling the aims and objectives of 
the orientation program? 
Justification of the Problem 
Pre-service education cannot fully prepare a beginning nurse 
to assume all of the responsibilities that are part of her new :job. 
The nurse needs answers to her many questions and help with the new 
problems that she faces. The help she receives can provide her with a 
feeling of security and satisfaction in her work which, in turn, is 
reflected in the service she renders. A nurse, lacking a feeling of 
security and satisfaction, will seek employment elsewhere. The sooner 
4 
a new nurse can set her roots, the more likely she is to stay where 
these roots take hold. Planty says: 
Orientation ••• when successfully undertaken, goes far toward 
arresting turnover, absenteeism, worker disinterest, and 
unjustified dissatisfaction with the job and the coepany.4 
A stable staff will provide continuity of service to the 
community. The investigator is aware that the orientation program is 
not the only way in which problems of the new nurses are solved, but 
rather one facet of the overall picture. 
Scope and Limitation of the Study 
This study is limited to the orientation program of The 
Visiting Nurse Association of Bridgeport, Inc. The six nurses 111Jho ·were 
respondents in the study had been on the staff of the agency at least 
six months but not more than one year9 This sample consisted of the 
entire new staff during that period, and all had participated in the 
orientation prosram. 
Definition of Terms 
Orientation: "Familiarization with and adaptation to a situa-
tion or environment 11 5 or that process by which a new nurse becomes 
~Earl G. Planty, William S. McCord, and Carlos A. Efferson, 
Tr!=~.ining Employees and Managers (New York: The Ronald Press Company, 
1948), p .. 169. 
5Webster 1 s New V:Torld Dictionary of the .American Language 
(Cleveland: The T:Torld Publishing Company, 1958), College Edition, p. 1033· 
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acquainted with the policies and procedures of the o.:_ency and understands 
its functions, philosophy, and relationships within the agency and vdth 
other community agencies~ 
Orientation Period: For the purpose of the study, this period 
vrill be the first six months of a nurse's employrnent vdth the agency. 
Orientation Procrrum: That program, formal and informal, that 
fulfills the definition of orientation as defined above. 
Preview of Methodology 
Since this is an evaluation of a program in one agency, it was 
pertinent to have those nurses involved in the program participate in 
the evaluation. A questionnaire, consisting of three open-end questions 
and two direct questions, was devised to allow for the vndest and 
fullest scope of responses. 
Sequence of Presentation 
The review of the literature and the basis of the hypothesis 
is presented in Chapter II. Chapter III includes the methodology, 
which consists of the selection and description of the sample, the 
tools used to collect the data, and the procurement of the data. 
Chapter IV includes the presentation and discussion of the data. The 
summary and recommendations which resulted from the study are included 
in Chapter V. 
CHAPTER II 
THEORETICAL FruJilEWORK OF THE STUDY 
Review of the Literature 
Orientation is considered the beginning phase of an on-going 
in-service education program and serves as a basis for the subsequent 
in-service education. Much has been written about the process of 
orientation from the standpoint of the needs of the employee. In the 
field,s of industry, education, social work~ and nursing, there is 
unanimous agreement of the importance of an early, well-planned and v"16ll-
executed orientation program. All of the above disciplines are in 
accord on the purposes and objectives of this type of program. 
Roethlisberger, in discussing the orientation program, compares 
the situation of the new worker to that of a stranger in a new city: 
The situation is baffling to him and for a time he hardly 
knows what to do. Gradually, however, he gets his bearings 
and after a time he becomes acquainted with the new situation. 
When he has accomplished this, he can move !bout in tne city 
·with little consc:ious thought and direction. 
Thus it can be inferred from this that the attitudes and 
feelings of a worker who starts on a n~ job are an important 
1F. J. Roethlisberger and William J. Dickson, Management and 
the Worker (Cambridge, Massachusetts: Harvard University Press, 1949), 
P• 586. 
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consideration. Pigors also points out that: 
Before a newly hired employee is trained in the company 
for a specific job, he should first be welcomed as a 
new member of the organization. The first day of 
employment is long remembered by most people. Initial 
impressions and information count heavily in l~ter 
attitudes toward the job and the company also. 
The importance of planning the initial experience of the new employee 
is also discussed in Inservice Education for Hospital Nursing Personnel: 
It is at the initial period of employment that the employee 
develops attitudes, based on her reactions to the hospital 
and its personnel, which sets the climate of employment. 
At this time, feelings are more important than information. 
Information may be clari§ied later. Adverse reactions are 
more difficult to alter. 
Gardner explores this a little further, and says that it is important 
that the new worker be encouraged and reassured since he is likely to 
feel lonely and uncertain during his first few days on the job.4 
2Paul Pigors and Charles A. Myers, Personnel Administration 
(New York: McGraw Hill Book Company, Inc., 1956), p. 221. 
3Mary Annice Miller, Inservice Education for Hospital Nursing 
Personnel, (New York: National League for Nursing, 1958), P• 3· 
4Burleigh B. Gardner and David G. Moore, Human Relations in 
Industry (Chicago: Richard D. Irwin Inc., 1950), p. 271. 
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Young points out that if the proper atmosphere is established 
on the first day~ this seems to prompte the ease and speed with which 
a nurse adjusts. She also takes this a step further and says that if 
this atmosphere of friendliness and mutual respect is established~ the 
new nurse will feel free to seek help without fear of endangering her 
status.5 
If the nurse finds~ on reporting to a new job, that she is 
among people who are interested in her as an individual as well as 
a worker, and that they have anticipated her arrival, she will get the 
6 feeling of belonging "which is an essential component of good morale 11 • 
'When a new worker comes to an organization., there are several 
basic needs he wants to satisfy. According to Uris., the worker wants 
recognition as an individual, security on the job., and a sense of 
belonging.7 Young also stresses the above needs of the nurse as one of 
8 
the aims of an orientation program. Planty speaks of "the spirit of 
belonging and togetherness, the feeling of confidence and seourity11 • 
5Florence G. Young and Vera R. Kezar., 11Make the New J.ITurse 
Welcome / 1 Modern Hospital., LXXVll (October 1 1951)., p. 72. 
6Noreen Do Lambert, ".An Orientation Program, 11 The Canadian 
Nurse, XLlll (June, 1947), P• 441. 
7Auren Uris and Betty Sha~in., Working With People (New York: 
The Macmillan Company, 1955), PP• 14-23. . 
8young, op. cit., P• 74• 
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He also places knowledge and skills secondary in importance during this 
period.9 
Since much of an employee's adjustment to a new situation 
hinges on the type of orientation she receives~ the planning of this 
program assumes prime significance. Part of the planning includes the 
methods that are used. The literature discusses many orientation 
processes in detail from the day the nurse reports for work. No specific 
program can be considered more effective than another since application 
depends on each working situation and individual. The methods 
10 generally accepted in public health nursing, according to Hodgson and 
Freeman,11 are assignment to a field teacher, group conferences, indi-
vidual conferences, and supervised field visits. These methods should 
be carefully planned to meet the needs of the individual nurse. Special 
stress and importance is platred on the individual conference, whether 
it is formal or informal. As Burton expresses it, "each individual has 
in a sense his ovm direction, rate, and pattern of development which 
differs from that of other individuals. u12 
%ar1 G. Planty and William s. McCord, Training Employees and 
Managers (New York: The Ronald Press, 1948), P• 163. 
lOviolet H. Hodgso~, Su~ervision in Public Health Nursing 
(lifew York: The Commonwealth Fund, 1939), PP• 243-248. 
llRuth B. Freeman, Techniques of Supervision in Public Health 
Nursing (Philadelphia: W. B. Saunders Company, 1950), P• 151. 
12William·H. Burton and Leo J. Brueckner, Supervision, 
A Social Process, Third Edition (New York: Appleton-Century-Crofts, 
Inc., 1955), P• 276. 
I 
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Yiliatever is being done, the purpose of the progrrum is to orient 
the nurse into the active situation as efficiently and as comfortably 
as possible. As Barrett says, "A well-oriented nurse is much more 
valuable to any nursing service than is one who is merely thrown into 
a situation. "13 
Statement of the Hypothesis 
This study attempts to determine whether the orientation program 
at The Visiting Nurse Association of Bridgeport, Inc. is meeting the 
needs of the new staff nurse. 
The hypothesis for this study is that the orientation program 
is not meeting the needs of the new staff nurse. 
13Kathleen M. Barrett, "Orientation of the New Nurse," 
American Journal of Nursing, LII (July, 1952), PP• 865-66. 
CHAPTER III 
I:;ETHODOLOGY 
Selection and Description of Sample 
The six nurses who •~re respondents in the study had been with 
the agency for at least six months and less than one year. All of these 
nurses participated in the orientation program. The following tables 
describe the educational background and previous experience of the 
six staff nurses: 
TABLE I 
EDUCATION OF SIX STAFF NURSES 
Educational Background Number 
Basic collegiate •••••••••• 2 
. .. 
Diploma ............. "' ..... 3 
Diploma and degree ......... 1 
TABLE II 
PREVIOUS EXPERIENCE OF SIX STAFF NURSES 
Experience Number 
None •••••••••••••••••••• 0 •••••• 2 
Hospital only .................. 2 
>.< 
Hospital and public health' 2 
* "public health" refers to employment 
in other agencies besides that in which cur-
rently employed. 
11 
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Tools Used to Collect Data 
The data used in this study was secured by means of a question-
naire given to the six nurses employed by The Visiting Nurse Association 
of Bridgeport, Inc} The questionnaire consisted of five questions 
designed to identify the needs of the new staff nurse and to determine 
if these needs were satisfied during the orientation period. 
The questionnaire was pre-tested by a group of public health 
nurses. The purpose of the pre-test was to determine the length of 
time needed, and whether it provided the kind of responses that were 
significant. The trial run showed an average of thirty minutes to com-
plete the questionnaire, and the responses indicated that the questions 
provided significant answers. 
Procurement of the Data 
After the revised questionnaire was pre-tested, arrangements 
were made with the Director of the Agency to have a group meeting with 
the six staff nurses. The purpose of the study was explained and the 
questionnaire was completed at one meeting. 
lsee Appendix A. 
CHAPTER IV 
FDiJDINGS 
Presentation and Discussion of Data 
The following is a presentation of the data collected from the 
six nurses who participated in the study. The items of the questionnaire 
will be listed, and each item will be followed by a discussion of the 
data. 
QUESTION I 
Listed below are the methods that were used during this period. 
Please comment on each one regarding its helpfulness and the reasons you 
have for the comment. 
·A. Observation with Field Teacher 
HELPFUL 
5 
NOT HELPFUL 
1 
The respondents who felt that this method was helpful merely 
reiterated this opinion in the comments by such statements as "most 
beneficial and absolutely essential," "this help was most beneficial. 11 
The one respondent who felt this method was not helpful explained it by 
saying, 11 I had very little observation ••• there was very little real 
teaching. 11 
13 I 
= 
14 
B. Supervised Field Visits 
EELPFUL NOT EELPFUL DOUBTFUL NO ANSWER 
2 1 2 1 
Comments of those respondents who felt this method was helpful 
were: 
tt • • • absolutely essential in the face of a real problem~ 
difficult procedure, ete. However, v. N. ~isiting Nurs~ 
cannot help feeling she is 'on trial' and invariably~ 
probably, never does her best. 0 · 
'tAre of definite value although somewhat stilting the visit. 
These visits basically aot as an incentive for improvement 
of the nurse, if' criticism is applied in a constructive 
manner. 
Comments of the respondents who thought this was not a helpf'ul 
method were: 
°Comments ... were not told us the same day as we were supervised. tr 
Bit would be better to be supervised in oases where we feel we 
are having difficulty.tt 
The two respondents who had some doubts regarding this method 
explained them in the following statements: 
0 I think this depends to a greater 
whether it is your visit or hers. 
of the purpose and expectations of 
worked out to better advantage. 0 
extent on the supervisor, 
I think a better explanation 
the field visit could be 
= 
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"I didn't feel the lack of supervision a handicap as the 
wupervisors were always ready to talk over any bothersome 
situation;.u 
c. Individual Planned Conference 
HELPFUL DOUBTFUL 
5 1 
Below are some comments of those who thought this method was 
help.fult 
11The individual conferences are the best to instruct and 
aid us in performing our work. I find that conferences in 
the morning are bad unless really necess~ry1 as I am trying 
to arrange my day. tt 
"A great deal was learned through these meetings, but to me 
the infonnal day by day conference seemed to meet my par-
ticular needs as a new member of the staff. The planned 
conference undoubtedly serves a more generru. scope of each 
V. N.' s \iisiting Nursi] particular field. n 
"Meets the needs very well 
meetings are often enough." 
••• but I don 1 t think that these 
"A broader view of a case is the advantage of this method o.f 
orientation.n 
ni found myself better .prepared to meet the needs of the 
family.n 
There were two comments made by one respondent which seemed significant 
and which seemed to throw same doubt on this method in her opinion. 
i 
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These comments were: "Always centered around case" and 'bften the air of 
'You ought to know this.'" 
D. Planned Group Conference 
HELPFUL DOtJBTFUL lifO OPINION 
1 4 1 
This method seemed least understood by the majority of the 
respondents as evidenced by the responses that were given. For example, 
the respondent who felt it Vias helpful stated, "Helpful in a general way 
and most essential to orient visiting nurse to methods and means of 
giving service." 
The respondents who had some doubts about the helpfulness of 
this method expressed them in various ways: 
"Some conferences seemed important and we went through them 
very fast, such as agencies in Bridgeport. Others, I 
felt were not so important and not necessary but quite a 
bit of time was spent on them. Needs better planning on 
which conference is import ant and what isn't. 11 
"Most classe.s are interesting and helpful at first, i.e., 
bag technique etc. Some though, I got very little out of 
because of the rapidity and nature of subject. The class 
about social agencies,·in particular, was of very little 
help." 
uPerhaps this method allows a nurse to o0serve the opinions 
on public health nursing that her colleagues have, but it 
is not always beneficial. Certain points of agency agreement 
can be made at these meetings which is a definite advantage. 11 
17 
ncomprehensive. I have felt the need of more inter-agency 
understanding~ of more of the feeling of team work among 
all of the helping agencies in Bridgeport. Instructor came 
prepared - had a wealth of information to share. It didn't 
all sink in though." 
The respondent who expressed no opinion on this method gave as 
her explanation that she was the only one being oriented at the time of 
employment, and was essentially exposed to the individual conference 
method. 
E. Informal Day by Day Guidance by Agency Staff 
HELPFUL DOUBTFUL 
5 1 
This method was found helpful by the majority of the respondents 
as well as preferred by some. Their comments are listed below: 
"Thoughtful, sensible suggestions. I would have sought more 
but the supervisor seemed too pressed with other demands. 1• 
~vVhen receiving work or doing a new patient there was always 
guidance by the supervisor, field teacher~ or other staff 
nurses. When first starting out, the field teacher or 
supervisor aided us by explaining each new patient and treat-
ment and thus we felt somewhat confident in lmowing a little 
more about each person.n 
"This, to me, is the best means of help for the V. N. [Yisiting 
Nurse~ Individual situations can be discussed and a real 
feeling of personal guidance developed in the face of a current 
situation. lt 
18 
"This is very helpful in cases such as seeing a patient that 
someone else has previously seen and giving the nurse a 
11birdfs eye 11 view, so to speak. Also, an informal discussion 
with the supervisor is very beneficial.n 
11The entire staff was always more than willing to help in any 
way they could. The nurse who had seen the patient last 
always volunteered the helpful hints on how best to approach 
any particular difficult problems. These helpful hints from 
the staff and informal discussions from the supervisor proved 
to be the most helpful part of my orientation •. n 
The one respondent who had some doubt about this method stated; 
"This method, of course, is very limited - routine policies." 
F. Use of Reference Material Available in the Office 
HELPFUL NOT HELPFUL 
6 0 
All of the respondents felt there was a need for reference 
material. However, only two of the respondents actually stated that 
they used the material. Such comments as ngood to have for learning," 
"available if needed, n "only access to medical books, 11 expressed their 
positive feelings. One respondent felt the pressure of work limited 
her use of these reference materials. 
qoESTION II 
A. From whom or from what source did you get the best ·camnonsense help'l 
SUPERVISOR FIELD TEACHER 
5 2 
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One respondent indicated that both the supervisor and the ~ield 
teacher gave her this help. 
B. In what way was this help given? 
WAY H!5LP WAS GIVEN 
I~ormal Co~erences 
Record Discussion 
Field Observation 
NUMBER OF RESPONSES 
5 
2 
1 
Several respondents gave more than one answer to this question. 
~ormal co~erences included such comments as "answering questions that 
arose during the day11 and rrby answering direct questions. 11 
CJTESTION III 
Vlliat did you ~eel were problems to you during the ~irst six 
months? 
PROBlEM AREAS :r.m:MBER OF RESPONSES 
Community resources 4 
Family Health Service 3 
Organization and Planning 3 
Agency Policies 2 
Feeling o~ Inadequacy 2 
Feeling o~ Pressure 1 
Recording 1 
Role o~ Nurse in Community 1 
1 
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If you vrere given help in handling these problems, please 
indicate vJhat help was given, in what way, and by whom. 
}JELP GIVEH lilUIIJJBER OF l1E SPOUSES 
Community Resources 4 
Family Health Service 2 
Organizo.tion and Planning 2 
Feeling of Inadequacy 2 
Feeling of Pressure 1 
Agency Policies 1 
Recording 1 
Role of Nurse in Community 1 
The help 1uas received in most instances by directly asking for 
it from the supervisor or field teacher or both. One respondent 
received her help with community resources by a conference with personnel 
of a co~nunity agency. One felt experience helped her. 
If help with these problems was not given, please indicate how 
you think you could have been helped. 
EELP HOT GIVEN J:i!Ul:I3ER OF RESPONSES 
Family Health Service 2 
Community Resources 2 
Agency Policies 2 
Feeling of Inadequacy 1 
Role of Nurse in Community 1 
I 
I 
I 
I 
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HOW ImLP COULD BE GIVEN 
Informal Conference 
Experience 
Group Conference 
Field Trips 
NUMBER OF RESPONSES 
3 
3 
1 
1 
In this question~ also, each respondent gave more than one 
answer. Three respondents had some problems in the area of family 
health service, two felt that help was given, and two felt that no help 
was given. Four stated they had need for help in community resources. 
Four respondents felt that help was given, yet two respondents felt they 
received no help. Three who identified this as a problem received help, 
as well as an additional respondent who had not identified this as a 
problem. The same type of discrepancy will be noted in some of the other 
responses. 
QUESTION IV 
Do yo~ feel the purposes and objectives of the orientation 
program were fulfilled? 
YES 
4 
NO 
1 
NO OPINION 
1 
The one respondent who did not answer stated she felt inadequate 
to judge this. 
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G"tUESTION V 
What suggestions would you like to make for the improvement of 
the orientation program? 
SUGGEST IONS 
Individual Conferences 
Community Resources 
Family Health Service 
Recording 
Mothers r Class 
NUMBER OF RESPONSES 
4 
3 
2 
2 
1 
Five respondents answered this question ~nd each had more than 
one suggestion to make. 
Some of those who wanted more individual conferences had this 
to say: 
"I think more time should be allotted to each peraon if plans 
permit." 
11 I think field teachers should have more time to spend with 
a new staff member and really work in close alliance with 
her. n 
nMore individual conferences in the first weeks, mainly 
after doing a few records on our own.n 
The two respondents who suggested that more help could have been 
given with family health service explained it in the following way: 
"Review of the breadth of visiting in various types of cases. 11 
11Iilore emphasis in class and general discussion on basic child 
health supervision and its goals." 
Regarding community a:.:;encies, two felt field trips to these 
agencies would be of help, and one felt she would like more knowledge 
of these agencies but did not specify any preference on how to get it. 
CHAPTER V 
SUMTvlARY • CONCLUSIONS, .AliD RECOii1vlENDAT IONS 
Summary 
This study was undertaken to evaluate the effectiveness of the 
orientation program as it relates to the needs of the newly appointed 
staff nurse in The Visiting Nurse Association of Bridgeport, Inc. A 
questionnaire was devised to identify the needs of the new staff nurse 
and to determine whether these needs were satisfied during the orientation 
period.,. The six nurses who were respondents in the study were with the 
agency at least six months, but less than one year. They all had partici-
pated in the orientation program and were close enough to the experience 
to be able to recall and to ev~luate it. 
The first question considered the methods used during this 
period. Of the methods employed, the ones that were most helpful to the 
majority of the respondents were: observation with the field teacher, 
individual planned conferences, informal day by day guidance by agency 
staff, and use of reference material available in the office. The 
persons involved felt these methods essential and that they met their 
needs well. 
The methods that provided the least amount of help were super-
vised field visits and planned ~roup conferences. There seemed to be 
a need for better understanding of the purpose of these methods by the 
new staff nurse. Many respondents expressed feelings of stress during 
the supervised field visit, and one wanted these visits only in cases 
where she felt she was having difficulty. Another felt she had to wait 
too long for comments following the visits. 
The planned group conference method seemed to be the least 
helpful of the methods employed. Only one respondent found it helpful~ 
whereas four expressed doubt about its usefulness. The feelings ex-
pressed centered around the content, which some felt was not important. 
The reasons given to support these feelings were: "some not as important 
and not as necessary as others, 11 "too much time spent on some of the 
conferences , 11 'too rapid presentation," and "did not sink in." One can 
conclude from these comments that the respondents did not find this a 
profitable method. 
The responses to question two, which asked for the best source 
of "common-sense 11 help, showed the majority of the respondents received 
this help from the supervisor. The help was given chiefly in informal 
conferences, specifically in a one to one relationship. 
Question three was concerned with the problems of the nurses 
and elicited a variety of responses. Each respondent had problems in 
more than one area. Four respondents felt a need for information about 
community resources, three needed more help with family health services, 
and three needed more assistance with the organization and the planning 
of their cases. Two of the respondents had difficulty in understanding 
and interpreting agency policies and two had feelings of inadequacy. 
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In answer to question one, the nurses said that the content of the 
planned group conferences was such that they could not profit from it.l 
However~ when this content was studied for pertinency to the problems 
they fac~d, it was apparent that the material had relationship to the 
problems. 
Part A of question three asked what help was given with their 
problems and in what way this help was given. Four respondents received 
heip with community resources, two with family health services, and two 
with the organization and the planning of cases. Two respondents were 
also helped with their feelings of inadequacy~ and one with recording. 
In each situation help was given by the supervisor or field teacher 
directly, through informal conferences. However, one respondent felt 
experience helped her. 
Part B of question three concerned problem areas where no help 
was given. The responses to the question indicated that, in some areas, 
only partial help was given. Two respondents stated no help was given 
in family health services and two needed more help with community re-
sources and agency policies. One requested more help with her feelings 
of inadequacy. Informal conferences would have been of value to three 
respondents. Experience was considered a means of help to three, and 
one each wanted group conferences and field trips. 
lsee Appendix B for Content of Planned Conferences. 
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The responses to question four indicated that the purposes and 
objectives of the orientation program were fulfilled. 2 No elaboration 
of the responses was requested, therefore none was given. This can 
be considered a limitation of the study since it would have been valuable 
to know in what way and to what degree the purposes and objectives had 
been fulfilled. 
Question five asked for suggestions for the improvement of the 
orientation program. Five of the :six respondents answered this question, 
and each had one or more suggestions to offer. More individual con-
ferences would have been helpful to four respondents. Three respondents 
stated more emphasis should be given to community resources, and two 
each suggested more infor.mation be given on family health services and 
recording. One respondent suggested observation of expectant mothers' 
classes be part of the orientation program. 
The data collected support the hypothesis that the orientation · 
program does not adequately meet the needs of the newly appointed staff 
nurse. 
Conclusions 
As originally stated, this study was made to deter.mine the 
effectiveness of the orientation program of The Visiting Nurse Association 
of Bridgeport, Inc. The following conclusions were drawn from the data: 
2
see Appendix C for Statement of the Objectives of the Orientation 
Program. 
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1. Effective methods for helping the new staff nurse were: 
a. Observation with field teacher. 
b. Individual planned conferences. 
c. Informal d~y by day guidance by agency staff. 
d. Use of reference material available in the office. 
2. From the reactions to the supervised field visits$ it is 
evident that there is a need for better understanding of 
this method of guidance by the new staff nurse. 
3· Planned group conferences did not meet the needs of the 
newly appointed staff nurse. On the basis of the comments 
made, some of the weaknesses seemed to lie in the teaching 
methods as well as in the choice of the content. 
4. Individual conferences seemed by far to be the preferred 
method of receiving guidance. 
Recommendations 
On the basis of the data obtained in this study, the following 
recommendations are made to The Visiting Nurse Association of Bridgeport, 
Inc. 
1 •. That the new nurse be oriented early to the supervisory 
methods used by the agency. 
2. That the agency re-evaluate the methods used in the orienta-
tion program to determine whether or not increased use of 
the individual conference method would be more effective. 
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3• That the agency re-evaluate the content of the planned group 
conferences in light of the needs that were identified in 
the study. 
4. That the agency re-evaluate the teaching methods used in 
the planned group conferences. 
5· That the scheduling of the individual conferences be planned 
co-operatively by the supervisor and staff nurse. 
6. That the agency re-examine the role and responsibilities 
of the field teacher in the orientation program. 
7• That every effort be made by the supervisor to preserve the 
present relationship she has with the new staff nurse~ 
since it enables the nurse to feel free to seek the 
supervisor's help. 
8. That the agency identify the professional growth which the 
staff nurse obtains from experience and ascertain whether 
or not this growth might be acquired in a less time con-
suming and stressful way than through trial and error. 
9. That the agency make a job analysis of the position of the 
supervisor in order to eliminate tasks and activities which 
do not contribute to the performance of her functions~ 
to free her to help the new nurse. 
10. That the agency demonstrate the pertinency of the reference 
material by pointing out its usefulness to effective 
performance. 
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2UESTIONNAIRE FOR EVALUATION OF ORIENTATION PROGRAM 
This is a study to evaluate the orientation program that 
is being gi"~ren by this agency. We will consider the orientation 
period, ror the purpose or this study, to be the first six 
months of employment. We are interested in finding out whether 
this program best suits the needs or the new staff nurse. It 
is an evaluation for those who .planned the program; not ror 
those who participated in it. 
Feel free to use both sides or the paper in answering the 
questions .. Additional paper will be provided, ir needed. 
1 Listed below are the methods that were used during this period. 
Please comment on each one regarding its helpfulness or lack 
or helpfulness and the reasons you have ror the comment. 
a Observation with rield teacher. 
b Supervised field visits. 
2 
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e Individual planned conferences in the office. 
d Planned group conferences. 
e Informal day by day guidance by agency staff. 
34 
3 
f Use of reference material available i.n the office. 
2 a From whom or from what source did you· get the best 
· 
11common-sense u help? · 
b In what way was this help given? 
3 What did you feel were problems to you during the first 
six months? 
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a If you were given help in handling these problems, please 
indicate what help '\vas ·given, in what way and by whom? 
b If help With these problems was not given, please indicate 
how you think you couihd have been helped? 
5 
4 Do you feel the purposes and objectives of the orientation 
program were fulfilled? 
5 What suggestions would you like to make,for the improvement 
of the orientation program? ' 
THANK YOU. 
.APPENDIX B 
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CONTENT OF PLANNED GROUP CONFERENCES 
1. Introduction to Agency Facilities 
2. Conference on Agency Policies and Program 
3· Demonstration and Practice of Bag Technique 
4. Care in Home 
5· Recording 
6. Catherization and Insertion of Foley Catheter 
7• Community Resources 
8. Care of the Diabetic 
• 
9. Maternal and Child Health Conference 
lOe Policies Regarding Tuberculosis Patients and Care of 
Tuberculosis Patients. 
! 
I 
' 
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APPENDIX C 
TENT AT I'VE ORIEJ:.lTAT ION PLAl'f FOR NEW STAFF NURSES 
PURPOSE OF ORIENT AT IOlq 
To help the staff nurse adjust to the agency~ its 1 program 
and policies, and to the connnunity comfortably, without undue frustra-
tion. 
OBJECTIVES 
Knowledge of headquarters facilities. 
Knowledge of the type of agency and itst program to the degree 
that the nurse can interpret to the lay and professional connnunity. This 
implies knowledge of source of income and relation to the United Fund. 
Knowledge and skill in giving safe-comfortable nursing care 
appropriate to the situation. This includes rehabilitative nursing,and 
initiative in seeking supervision and consultation. 
Knowledge of people in the area, their culture, and nationality. 
Acquaintance with the specific district to which the nurse is 
assigned. 
Knowledge of the relationship between senior adviser, supervisor 
physical therapist, and staff nurse. 
Knowledge of other agencies in the community by personal contact 
including source of interpreters. 
Knowledge of physical setting of City Welfare Department, 
Emergency Hospital, and City Dispensary. 
Increasing ability to discriminate between improvable family 
situations, the f always dependent", and how to interpret the best 
choice to the fwmily. 
October 1, 1958, 
